and self-fulfillment, the right to worker voice, association, participa tion, and equity and equality of opportunity. Whether government and the public will accept, promote, and legally require significant market redistribution will determine the future of labor, employment, and welfare regulation in the United States. Blueprint's strength is in its recognition of the economy as an embedded social structure and its understanding that policymakers should operate within a framework that reconciles economic considerations with a set of moral values distinct from economic considerations. Yet, in the book's substantive reform proposals, as well as its organizational model of decentered experimentalism, the tensions between corporate profitability and worker protection are often lost: Blueprint risks reaffirming rather than resisting an ongoing process of declining governmental commit ment to the regulation of the new workplace.
I. CHALLENGES AND MOTIVATION
Blueprint provides a linear description of a shift from the "old economy" to the "new economy." The old economy was based on the assumption that the U.S. economy is relatively self-contained and immune from foreign competition. It was also based on a sharp distinction between the marketplace and the household, and on the model of a male breadwinner. Employment relations were informed by the "old social contract," which viewed work as stable, secure, long term, full-time, and typically in a large industrial firm. The new econ omy challenges all of these assumptions. Dramatic increases in global trade and capital mobility, as well as rapid technological innovations, augment pressure for flexibility, productivity, and competition.1 As firms face increased risk of hostile takeovers and tough competition, employers are shifting to leaner and more flexible organizational and hiring structures, focusing on their core competencies while outsourcing other functions. The diversification of the workforce presents another dramatic change. Increased participation of women elevates the importance of work/family issues. The increased participa tion of immigrants, women, and minorities in the workforce contributes to the growth of contingent, part-time, temporary, leased,
1. There are two senses in which the labor market is globalizing -labor and capital are both in motion. The 1990s were marked by a rapid globalization of the workforce. According to reports of the International Labor Organization, labor migration· has increased dramati cally when compared to its relatively marginal numbers during the 1980s. See (1995) . [Vol. 101:2146 and other atypical workforces.2 The number of people working for temporary employment agencies on an average day is growing rapidly, and staffing and leasing firms are among the fastest growing industries in the country. 3
All of these developments have dramatically altered the nature of the employment relationship. In part a result of these shifting realities and in part a result of factors such as the weaknesses of existing American labor laws and negative public attitudes toward unionism, collective bargaining has declined sharply. The New Deal assumptions that collective bargaining and employment protections sustain ade quate social protections and voice for workers have proved inconsis tent with current realities of economic and social life. As traditional mechanisms of employee voice eroded and new workplace conditions have emerged, many workers are experiencing material insecurity, instability, social dislocation, and a loss of balance between work and family. Blueprint is thus concerned that the old social contract has been broken. The authors of the book set as their goal the articulation of an updated vision of institutional and policy reform that will match the new market realities while enabling the construction of a new . social contract.
II. NEW POLICIES FOR A NEW LABOR MARKET
Blueprint's vision for a new labor market involves broad implica tions both for collective labor laws and individual employment laws. Some of the more encouraging proposals in the book are the particular suggestions for policy reform. 369, 373 (1997) (stating that women comprise around two-thirds of all part-time workers and around three-fifths of temporary workers).
3. By the end of the 1980s, estimates placed the total number of contingent workers in the United States at a minimum of twenty-nine million people. These numbers have rapidly grown over the last decade. These shifts reflect both globalization and explicit employer strategies to subcontract work and redesign jobs. Kenneth L. Karst, The Coming Crisis of Work in Constitutional Perspective, 82 CORNELL L. REV. 523, 571 (1997) of workers that will require different sets of reform and innovation. The first category -that of "core workers" -includes the more traditional workplace settings in which unions potentially operate. The National Labor Relations Act ("NLRA"), which has never been ideal for collective bargaining, has become particularly inadequate in today's realities. Various limitations on the nature of the bargaining units and the bargaining process must be eliminated in order to enable unions to become effective. For example, Blueprint rightly suggests that there should be an elimination of the distinction between manda tory and nonmandatory subjects of collective bargaining. Under current doctrine, employers are only required to share information with the union on mandatory subjects of negotiation. 4 Today, workers need more information about technical and strategic issues, and thus the distinction should be eliminated.
A more extensive reform that Blueprint advocates concerns the limitations posed by the NLRA on worker participation schemes.5 Currently, section 8(a)(l) of the NLRA prohibits employer practices that "interfere with, restrain, or coerce" workers in the exercise of their Section 7 rights to self-organization, collective bargaining, and other concerted activities.6 Section 8(a)(2) prohibits employers from "dominat [ing] or interfer [ing] with the formation or administration of any labor organization or contribut [ing] financial or other support to it. "7 Blueprint stresses that the law should be reformed to extend the same organizing protections to worker organizations that do not engage in traditional collective bargaining. The authors strongly advo cate the need to recognize new types of worker organization and eliminate the limits on employee participation and consultation in the workplace. They suggest that instead of seeing employee participation as a way for employers to compete over workers' loyalties and avoid unionization, union leaders should embrace participation and become visible champions and skilled facilitators of employee voice at work (p. 123). The authors opposed the Teamwork for Employees and Managers Act ("TEAM"), legislation that was proposed (but not enacted) during the Clinton Administration to eliminate bans on employee participation schemes, explaining that TEAM failed to 7. 29 U.S.C. § 158(a)(2). Section 2(5) of the NLRA defines a "labor organization" as "any organization of any kind, or any agency or employee representation committee or plan, in which employees participate and which exists for the purpose, in whole or in part, of dealing with employers concerning grievances, labor disputes, wages, rates of pay, hours of employment, or conditions of work." 29 U.S.C. § 152 (5) (2000). [Vol. 101:2146 include adequate protections for workers' rights and address the full range of problems with existing labor law.8
Yet Blueprint rejects the more general objection of union leaders to employee-participation schemes, which are often viewed as attempts to undermine independent unionism. Rather, Blueprint is enthusiastic about the emergence of new business and organization models, for example, "the human-capital-based corporation" (p. 92). In these models, the role of management has shifted to "facilitator," and work is organized through new managerial structures such as flat hierarchies, dynamic problem solving, and self-directed teams.9 What Blueprint fails to question is whether these organizational shifts have indeed brought meaningful changes in the power relations between workers and employers.
The participatory umbrella, which has been described as "self management," "comanagement," "workplace democracy," "codeter mination," "employee representation," and "employee-involvement plans" ("EIPs"), should be understood as a wide continuum, ranging from shop-floor operational consulting to strategic policy-making.1 0 In fact, many of these participatory schemes have not had any significant impact on the employment conditions of workers. In some cases, such as "Quality Circles" and employee-action committees (both modeled after the Japanese Total Quality Management ("TQM") model), the focus has been mostly on quality of production.11 And the business world has deemed other types of participatory initiatives -which have been more than empty promises for workers -inefficient. In fact, while Blueprint discusses the potential of employee participation, it does not discuss employee-ownership initiatives -initiatives that are likely to involve significant shifts in power.
Indeed, when Blueprint describes actual examples of participatory employment, such as Xerox and the Saturn corporation (described in the book as the most comprehensive labor-management model found in the United States), the authors leave the reader unsure of the potential of such models (pp. 84-89). In the case of Xerox, Blueprint 8. P. 98. In June 1996, Congress passed the TEAM Act. However, the Act was vetoed by President Clinton. Without sufficient votes in Congress to override the presidential veto, TEAM was not enacted. TEAM offered to amend § 8(a)(2) of the NLRA to allow nonunionized employers to establish and participate in worker-management groups. See describes a successful implementation of employee involvement, yet adds that rumors about moving production to Mexico signal the risks of globalization and the need to think globally about fair labor standards (p. 87). With respect to Saturn, the authors refer to the corporation's uncertain future, stating: "Whether Saturn's limited profitability to date implies that this organizational model inevitably redistributes some of the financial rewards . across different stakeholders at the expense of shareholders is still an open questionone that is likely to be the subject of considerable debate in the future" (p. 86).
It is this very question about the relationship between employee involvement and profitability, however -which Blueprint leaves open -that is precisely the key challenge to any legal reform in the new market realities. Initiatives to improve working conditions depend on larger economic and political processes and on a strong public com mitment to a new social contract. The reader is left with a big question mark as to the ability of firms to remain competitive while ensuring real voice and benefits to their workers. But more than that, Blueprint leaves the reader wishing for more explicit acknowledgment that such novel arrangements in the employment relationship, whether initiated by the market or by government, will not result simply in "efficient" outcomes in the narrow economic sense. The tension between social provision and economic competition continues to underlie other suggestions that are part of Blueprint's comprehensive vision. This is precisely the tension that the authors, themselves prominent econo mists, do not sufficiently engage.
In addition to the core category of workers, a second category of workers with whom Blueprint is concerned is that of professionals and managers. Blueprint explores the internal debates currently raging within professional associations, such as the American Medical Asso ciation, over whether they should establish a collective-bargaining arm (p. 112). Such professionals -classifiable at times as independent · contractors, consultants, or part-time employed by multiple employers -pose a challenge to labor organizations. Blueprint thus explains the need for creating continuity in representation and accommodating these employment variations, by proposing a model that takes a "full career life cycle approach" (pp. 113-14) . Such an approach would take into account the realities of mobile professionals. It would also reach other types of workers who experience contingency in their careers and enable union membership to be perceived as a lifelong partner ship through which the union provides services aimed at maintaining employability and access to changing job opportunities (p. 124).
This second category also includes many low-income workers who are increasingly employed through various sorts of temporary-help, staffing, and leasing companies. To protect such workers, it is espe cially important that labor law allows for the organization of tempo-rary and leased employees, as well as of those defined as independent contractors.12 In this context, Blueprint makes an illuminating analogy to the university model, in which a worker remains a member of an extended community for her entire life and is entitled to access job market information data banks and career networks. The "next generation unions" that Blueprint envisions would provide direct services and benefits to their members, delinked from a specific work place (p. 98). This new approach would require a "networked model of unionism," allowing lifelong membership without attachment to a par ticular workplace, or even industry. It would also support the elimina tion of the strict separation between different types of workers currently embodied in the NLRA's "managerial exclusion" rule. Under existing law, section 2(3) of the NLRA excludes "managerial employees" or "supervisors" from the definition of employees that can form a bargaining unit.1 3 Although in today's realities the distinction between nonmanagerial workers and managers/supervisors is no longer valid in many workplace settings, both labor and employment laws continue to form exempt categories around the definition of managerial employees.
Blueprint also considers workers in low-income labor markets. In such markets, it is the legal definition of "employer," perhaps more than that of "employee," which presents the challenge to employment regulation. Small unstable employers (e.g., single, in-home family em ployers such as care workers, housekeepers, and home maintenance), as well as small contingent businesses (e.g., sweatshops in the garment industry, and janitorial and food services) are often left uncovered by employment regulations because of statutory minimum-size require ments. For example, Title VII only covers employers with fifteen or more employees.14 The Family and Medical Leave Act only applies to employers of fifty or more employees.1 5 Moreover, small businesses 13. Section 2(3) of the NLRA states: "The term 'employee' ... shall not include ... any individual employed as a supervisor." National Labor Relations Act § 2(3), 29 U.S.C. § 152(3) (2000). Section 2(11) defines the term "supervisor" as:
[A]ny individual having authority, in the interest of the employer, to hire, transfer, sus pend, lay off, recall, promote, discharge, assign, reward, or discipline other employees, or responsibility to direct them, or to adjust their grievances, or effectively to recommend such action, if in connection with the foregoing the exercise of such authority is not of a merely routine or clerical nature, but requires the use of independent judgment. § 2(11 ), 29 u .s.c. § 152 (11) often do not have deep enough pockets to afford appropriate relief in the case of monetary judgments against them. In the context of indus tries in which employers are particularly small and unstable, such as the home-healthcare industry, Blueprint points to interesting initia tives in which worker organizations successfully worked towards passing state legislation that allows for the creation of a public author ity to serve as the "employer of record." (p. 114). Recent legislation in California, for example, requires counties to create by 2003 a public "employer of record" to enable worker organizations in the in-home care industry to bargain collectively with a centralized public em ployer.16
Drawing on empirical studies and economic research, Blueprint maintains that for a substantial fraction of workers, low-wage, low-skill jobs will not be a staging area but a final, dead-end destination in their worklife.1 7 This is one of the reasons that Blueprint recognizes that any successful reform of the labor market must extend to issues beyond those presented by employment laws. Particularly in the United States, it is an anomaly that welfare benefits such as health insurance and pensions are employer-based.18 The decline of the employer welfare state (or "welfare capitalism") has marked the current crisis of the American welfare regime. The tax treatment of fringe benefits cur rently creates incentives for employers to outsource work to individual freelancers and subcontracting companies and to employ part-time workers. Therefore, Blueprint argues that either fringe benefits are better off detached from employment, or tax incentives must be changed to include temps and part-time employees (p. 162). Under a "next-generation unionism," pensions could be detached and mobile through jobs, and the law could permit employee pretax payments to pension funds not tied to particular employers. Similarly, medical insurance and other welfare benefits need to be decoupled from any single workplace.
In the context of unemployment, Blueprint rightly recognizes the importance of the ability of a welfare recipient to move from welfare to work. Globalization and technology advancements have exposed a new fault line in the workforce.19 Highly skilled professionals have shifted the notion of job security from the ability to maintain a stable job to the ability to get jobs, while firms now offer increased premiums for skill and experience. 2 0 Blueprint argues for modernizing unem ployment insurance, which currently covers less than half of the unemployed (p. 160). But more than just expanding coverage, unemployment insurance could be broadened to be viewed as part of an effort for structural adjustment, which would include investment in training and other measures designed to foster job mobility for the unemployed. In one of the book's more ambitious and exciting pro posals it suggests the possibility of setting up funds that would allow workers to take time off work to refresh their skills (p. 155). Such ideas would expand the coverage of the special fund that currently ex ists under the Trade Adjustment Act, which provides unemployment and training assistance for workers who have lost their jobs because of foreign competition, to include any worker in need of adjustment assistance (p. 161).
While the role of training is indeed crucial to any reform proposal in the new labor market realities, Blueprint would benefit from a discussion of how training programs and other labor market interme diaries can reduce skill disparities as well as information imbalances and cultural biases that impede the employment of disadvantaged workers. Although Blueprint is sensitive to the existence of the many types of workers that constitute today's workforce, it does not suffi ciently explore the vast inequalities· between different social classes and between workers employed in various industries. Moreover, many of the book's structural-reform proposals do not adequately take into account the pervasive racial, gendered, and cross-generational gaps, and the inadequacy of antidiscrimination laws to address these ongoing structural inequalities. Historically, part of the weakness of the labor movement has been its failure to encompass the diversity of the workforce. The American Labor Movement has a complex history of discrimination against women, people of color, and migrants. 2 1 Today, the new fault lines dividing the labor market remain patterned along gender, race, and national origin lines. A comprehensive reform agenda of workplace regulation, as well as a revival of work-reform activism, must include a systematic rethinking of antidiscrimination regulation and its enforcement. The problems of the new labor market are not only those of inade quate laws. Any reform agenda for the new market must be attentive to the problems of increasing labor-market informalization and the underenforcement of existing regulations. Within a globalized contin gent workforce, an underground economy thrives. 22 The main problem in such informal sectors is not the lack of protective labor legislation, but the lack of enforcement of such legislation. Most labor standards are not linked to citizenship or residency. Therefore, in theory, even undocumented workers are protected by fair-labor-standards laws, such as those involving minimum wage, overtime pay, and leave. 23 Similarly, all workers, including undocumented workers, are protected by employment-discrimination laws. 24 Yet, in practice, many workers are paid less than the minimum wage, receive no overtime or health care benefits, and do not find adequate venues to resist discrimination and abusive practices. 25 When employed informally, these workers are unable to receive social-security benefits upon retirement, unemploy ment benefits, or workers' compensation and disability benefits in case of illness or accident. 26
22. See (October, 26, 1999) , available at http://www.eeoc.gov/docs/undoc.html. The Commission now conc;ludes that unauthorized workers who are subjected to unlawful employment discrimination in violation of Title VII of the Civil Rights of 1964, the Americans with Disabilities Act ("ADA"), § 501 of the Rehabilitation Act, the Age Discrimination in Employment Act ("ADEA''), and the Equal Pay Act ("EPA") are entitled to the same relief as other victims of discrimination. Even in affluent settings, American workplace culture is an obstacle for workplace reform. Data suggests that despite the popular rhetoric of a shift to a new social contract in which employees are ex pected to take responsibility for their own career security, a large per centage of the workforce continues to hold the expectations of the old social contract -that employers will provide long-term secure em ployment. Yet, prevailing cultural images of work relations inhibit most workers from initiating comprehensive workplace-reform agen das. As Blueprint rightly acknowledges, the term "union" itself carries many negative images in American culture that are not necessarily connected with the particular functions and nature of unionism (p. 98). Another striking example of the prevailing gap between what people value and what workers actually receive comes from work/family regulation. As Blueprint describes, work and family issues have been given a prominent place in public discussions and in the media, yet an overwhelming majority of Americans receive little support from their employers on family-related issues (p. 32). Even where family-friendly benefits and flexible work schedules are provided by an industry, the use of these benefits is in fact very low. Employees do not seem to feel free to make use of worker-friendly regulations, often because they fear negative consequences to their career.
An ongoing obstacle to comprehensive labor-market reform is the lack of constructive public debate on workplace issues. Despite periodical coverage of distinct issues such as work/family balance, there has been little public discussion about the underlying fundamen tal questions of workplace justice. According to Blueprint, the lack of public debate has stemmed both from the prosperity during most of the 1990s as well as a lack of an adequate framework of thinking about the new economy. Indeed, some of the most challenging questions left unanswered by the book concern the ability of different types and classes of workers to view themselves as part of one workforce and to collaborate in challenging the prevailing conceptions of work relations and the declining commitment to market redistribution. In the context of enforcement, some of Blueprint's most important suggestions focus on the ability of workers to challenge actual practices, focusing less on substantive provisions of employment standards, but rather on process rights, including the right to organize and the encouragement of par ticipation, self-regulation, and engagement of multiple nongovernmen tal actors (pp. 181-90) . A central part of Blueprint's vision concerns a model in which government draws on the potentials of private institu tions, including individual firms, union-based dispute-resolution insti tutions, and community-based organizations to assist the traditional enforcement mechanisms (pp. 165-68). As will be discussed in the following Part, these proposals resonate with recent legal scholarship that envisions a new process of generating accountability and a new organizational framework of decentered experimentalism.
IV. NEW STRUCTURES IN SEARCH OF AN ARCHITECT: DEMOCRATIC EXPERIMENTALISM AND THE LABOR MARKET
Blueprint joins a growing body of recent scholarship that advocates the adoption of democratic bottom-up experimentalism as a vehicle for social reform. A constant theme throughout the book is the urge for greater experimentation and for a wide variety of approaches toward the organization of work. The authors advocate more decen tralized and informal institutions or processes (p. 35), and more "ex perimentation with and evaluation of multiple approaches before set tling on one or a few approaches that demonstrate superior perform ance" (p. 165). Blueprint links the need for experimentalism to several different aspects of the new economy.
First, the authors continuously argue that in today's reality, no single model of work relations exists and thus unitary conceptions of the workplace and unitary employment policies are impossible. Indeed, Blueprint argues that the central challenge of reforming the labor market today is the heterogeneity of the workplace and the workforce, which require the adoption of a wide range of organiza tional forms and policies. The book stresses that there is no one-size fits-all solution to the crisis facing the labor market and that standard regulations cannot effectively govern the multiplicity of settings in which work is performed today (p. 34). Blueprint contends that although existing legal and social institutions are based on the assump tions of a former era, in which uniformity and stability were much more widespread, the nature of the new labor market requires flexible and diverse institutions. An experimental approach is also needed to address a rapidly changing environment in which flexibility and adapt ability are key to remaining competitive in the new globalized market. Technological innovations as well as unpredictable strains of height ened competition require the capacity of constant change and adap tation. A third reason for decentralized experimentation is the expec tation of Americans that their government provide a policy environ ment that reflects their moral values and sense of fairness, but does so "efficiently, leaving the greatest possible amount of control in the hands of those closest to the problems" (p. 152).
A growing body of legal scholarship similarly urges the redesign of government power to reflect the importance of decentralized experi ments. Michael Dorf and Charles Sabel have offered the most exten sive account of what democratic experimentalism might mean as a key organizing principle of a democratic society. 27 Jody Freeman has ex plored the new "business" of agencies as "regulatory research and development," rather than regulatory decisionmaking, which requires Vol. 101:2146 "an ethic of experimentalism in which errors are not viewed as failures." 28 The legislative branch has also recently endorsed the spirit of experimentalism by embracing regulatory negotiation in the Negotiated Rulemaking Act of 1990, which was permanently re authorized in 1996.29 Legal scholarship has begun to shift its attention to the exploration of private ordering and self-regulation in a broad range of contexts. In particular, scholars are pointing to new instances of private standard setting, accreditation, certification, and monitoring by nongovernmental organizations, including nonprofits and for-profit firms.30 Parallel to the increasing interest in the participation of multi ple actors, scholars are also increasingly attentive to the importance of soft-law regimes in the new economic market, comprised of inter woven rules of conduct and nontraditional mechanisms of account ability.31
The basic idea behind experimentalism is the principle of subsidi arity: "that those closest to the problem posses the best information about the problem and the best idea of how to proceed toward a solu tion" (p. 13). Therefore, Blueprint is enthusiastic about local, decen tered experimentation with new forms of business and new forms of worker organization and regulation that are currently underway. Blueprint describes "[t]he growing importance of new community level actors in the labor market" as "dramatic and exciting" (p. 20). New market intermediaries, including work/family initiatives, training and education programs, employment agencies, employee advocacy groups, and mediation and conciliation services, are key actors in determining the nature of work relations. These institutions have the potential to provide mobility, ongoing education, retraining, and cross firm coordination. The next-generation unions that Blueprint envisions will rely on these intermediaries as "coalition partners offering politi-cal voice, direct participation, collective bargaining, strategic partner ships, mobility, and occupational community" (p. 98).
Blueprint also recognizes that unionized settings still require on going traditional collective bargaining, but also innovative strategies to reduce employer antiunion resistance as well as recruit more union members. Traditional unions, such . as industrial and construction unions, will need to experiment more with mobilization campaigns and strengthen their ties to the community. Blueprint describes such initia tives in various settings, such as the efforts of the Communications Workers of America as well as the electrical-workers' union and the carpenters ' unions (pp. 105-11) . But the book offers very little evi dence that these efforts have been successful. In fact, the examples included in the book are quite somber, and the authors recognize that despite the broad range of strategies some unions have been applying, the vast majority of workers in many of these industries are not repre sented today. As Blueprint admits, all recent experimentation efforts have not done much to reverse the decline of unionism (p. 122). The authors attribute this to the fact that:
Each of the innovative efforts ... can contribute to the building of next generation unions, but they are independent isolated efforts. As far as we know, no effort is being made to think about how they might be linked to create a network of opportunities for representing workers throughout their working lives. (p. 123) Thus, Blueprint argues unions must build in scale and scope, requiring more varied forms of organizing and coalition building with other worker organizations and community groups, and pressing more varied issues treating the wide needs of workers (p. 128). The book urges dialogue "at all levels of the economy" -local, cross-sectoral, national, and transnational, and encourages more links with the human-rights movement, consumer movements, and various global social movements (pp. 149-51). Indeed, Blueprint envisions a model of experimentalism even in the international arena, suggesting that the United States play a key role in "fostering more experimentation" (p. 158). Experimentalism thus assumes as its key foundation the notion of collaboration -between labor-market institutions, firms, govern ment, unions, and community organizations.
Yet the book would benefit from more practical discussion as to how such collaboration can be fostered, especially in the setting of work, where vast power imbalances exist. Similarly, with regard to new labor-market intermediaries, it should be noted that, as Blueprint rec ognizes, most of these new actors operate locally or regionally, and there is therefore a need to rethink market institutions nationally. Little is said about how such a shift to the national level might be made. Rather, the authors vaguely suggest:
We may be at such an early stage in the development of many of these institutions that the best government policy would be to support them to (Vol. 101:2146 the point where they can be evaluated carefully for sustainability, per formance, and generalizability to other settings. Then, with this informa tion in hand, those that pass these tests could be targeted for diffusion to a scale large enough to benefit the overall national economy. (p. 147) Although the new economy is at an early stage, it is important to recognize that case studies do exist and might help us evaluate the potential, as well as the limitations, of the experimentalist model. When the interests of various actors are more likely to converge, experimental decentralization is likely to be effective. For example, this is the case when labor and capital have a mutual interest in pro moting workplace health and safety. 32 The more problematic, yet common, case is when interests conflict. Similarly, with regard to the potential of intermediary institutions, it is important to note that while some of these new actors have in fact contributed to increased accountability in the market, others, like in some cases new temporary help agencies, have in fact enabled the production of new vulnerable frameworks of employment. 33 It is therefore crucial that any descrip tion of experimentalism in the new market be context-sensitive and avoid generalizations that romanticize its potential. It is equally crucial to focus on the ongoing role of government agencies in such settings.
In the envisioned experimental regime of the modern labor mar ket, the role of government is to facilitate, support, and standardize innovations that began locally and privately. Policymakers should observe and encourage a variety of practices that emerge in the market, and then take up the question of how to best support and complement what the private sector is already doing. The federal gov ernment's role, according to Blueprint, "is less one of direct action than one of providing financial support, strategic direction, and leader ship for other governmental actors ... less in championing particular institutions and practices than in mobilizing resources, encouraging experimentation, facilitating comparison and evaluation of alternative approaches, and diffusing the best practices" (p. 151).
The idea that government should research and replicate success stories in the local or private level is indeed appealing. The authors of Blueprint imagine experimentations resulting in a "virtuous cycle of innovation and improvement" (p 178). This cycle would warrant the promotion of broader diffusion of regulatory and institutional processes.
The authors recognize, however, that there is also the possibility that in some cases such initiatives may produce a vicious cycle, which would tilt more and more power in favor of employers. They admit that if this is the result, the solution would be "a return to stiffer controls and regulations of inappropriate behavior and increased resources for traditional enforcement procedure" (p. 179). Indeed, recent years have shown that some federal and state reform projects may merely be "attempts to reduce benefits under the guise of experi mentation. "34 From the 1960s to the 1980s, as unionism declined, employment law has expanded, and specific federal labor regulations increased during that period from about 44 to over 200.35 Yet com mitment to employment regulation and its enforcement has eroded, and during the 1990s government began to withdraw from its role as an active player in the labor market. It is therefore critical to ask how much of the devolution of decisionmaking processes from government to private actors has involved an adaptation of the regulatory regime to the new economic realities, or whether it is rather the political envi ronment and the legal regime that has served as the initiating force of much of the current transformation. To conclude, reform agendas for the new economy must not confuse labor empowerment with declining commitment to top-down standards.
V. CONCLUSION
In its broad vision, Blueprint confirms the need to think about eco nomic and social needs as complementary concerns rather than as a zero-sum game. Yet to do so requires political commitment to inter vene publicly in market processes and direct distributive outcomes. Blueprint begins its exploration of the new market with a mixed description (pp. 1-3). On the one hand, it describes the prosperity that the United States has experienced in the last decade. On the other hand, many American workers are facing great difficulties and dissat isfaction in their work lives due to the persistence of a large low-wage market, the growing gaps in earnings, and a general lack of voice and participation in the workplace. This paradox with which the book opens is key to understanding the problems underlying the regulation of work. The vast power imbalances between workers and the perse verance of dominant market ideologies systematically prevail over local attempts to produce significant change in the workplace. Blueprint provides interesting case studies of different firms, from Kodak to United Airlines, which demonstrate the vast variations in business organization in today's American corporations. Yet, it is per haps the weakness of Blueprint that it insists on focusing on the great variety and differences among workplaces. Emphasizing diversity of ten conceals the ongoing links within the labor.market and the nature of work relations that affect all workers and inhibits broader coalition 
